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This paper explores the relationships between nonverbal immedia-
cy, biological sex, job satisfaction, credibility and liking. An online 
survey was used to answer the following questions:
RQ1: Do subordinates recognize a significant distinction between 
male and female supervisors’ use of nonverbal immediacy?
H1: Supervisors who display nonverbal immediacy will be per-
ceived as more competent communicators by their subordinates. 
RQ2: Is there a relationship between the subordinate’s perception 
of his or her supervisor’s credibility and the subordinate’s reported 
job satisfaction?
RQ3: Is there a relationship between the subordinate’s perception 
of his or her supervisor’s liking and the subordinate’s reported job 
satisfaction?
RQ4: Is there a significant difference in a subordinate’s reciproca-
tion of nonverbal immediacy based on the biological sexes of the 
superior-subordinate relationship?
RQ5: Is there a relationship between subordinates’ reciprocation 
of nonverbal immediacy and subordinates’ reported job satisfac-
tion?
 Participants included 154 working adults, 46 male and 108 
female, ranging in age from 21 to 76. Respondents were asked 
to complete a 143-item online survey between May 9, 2014 and 
July 1, 2014 that used the following scales: Nonverbal Immediacy 
Scale-Observer Report, Job Satisfaction Survey, Communica-
tion Competence Scale, Rubin’s Liking Scale and McCroskey’s 
Measurement of Ethos. 
T-tests showed that there was no significant difference in the 
perceptions of nonverbal immediacy among members of different 
biological sexes. Results also showed that immediacy and com-
munication competence had a significant positive correlation, an 
inverse relationship was found between supervisor’s credibility and 
subordinate’s job satisfaction and a positive correlation was found 
between supervisor’s liking and subordinate’s job satisfaction. The 
scale used to test reciprocation was not reliable, and therefore 
could not be tested. 
I. Introduction 
A universal interest of organizations worldwide is the retention 
of employees. Employees have a tendency to remain with an 
organization for as long as they experience satisfaction with their 
job. Therefore, organizations and researchers alike have contrib-
uted a great deal of time into researching what increases employee 
satisfaction. 
One aspect of job satisfaction that is often overlooked deals with 
communication between employees and their supervisor, specifi-
cally nonverbal communication. Supervisors and subordinates 
worldwide engage in nonverbally immediate or nonimmediate 
behaviors when communicating with each other. By examining 
these behaviors, the impact they have on communication among 
supervisors and subordinates, reciprocation of the behaviors, and 
overall job satisfaction, organizations may be able to train supervi-
sors to become more competent communicators. An increase in 
communication competence among supervisors may lead to an 
increase in job satisfaction and employee retention. 
II. Review of Literature
Nonverbal Immediacy 
The theory of immediacy refers to the ability of nonverbal 
communication to increase the perceptions of physiological or 
psychological closeness between individuals (Mehrabian 1971; 
Madlock 2006a). In this study, nonverbal immediacy will be de-
fined as communicative, nonverbal behavior such as eye contact, 
body movement and facial expressions that results in a perceived 
increase of closeness in an interpersonal relationship. There are 
many nonverbal behaviors that can result in feelings of imme-
diacy, though the most common behaviors identified as being 
nonverbally immediate in research include smiling, making eye 
contact in a non-threatening manner, leaning toward or sitting 
near an individual, and touching an individual (Madlock, 2006b; 
Richmond and McCroskey 2000b). When a person engages in 
one of these behaviors, they are silently communicating to the 
individuals around them that they are socially accessible, available 
or being attentive to their conversational partner (Mehrabian, 
1971). The quantity or strength of these behaviors is also an 
indication of the closeness of an interpersonal relationship among 
individuals as well as the psychological distance between them 
(Mehrabian, 1971). If the quantity and intensity of the nonver-
bal immediacy behaviors increases, it will typically result in an 
increase of interpersonal closeness and a decrease of psychological 
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distance (Mehrabian, 1971). 
Nonverbal immediacy has been connected to behaviors that in-
dicate positive feelings, such as “warmth, closeness, openness and 
involvement with other persons” (Infante, Rancer and Womach, 
2003; Madlock, 2006b, p. 9). Individuals typically respond to 
nonverbal immediacy with an increased like for that person, mak-
ing their relationship stronger. As Mehrabian (1971) stated in his 
research, “People are drawn towards persons and things they like, 
evaluate highly, and prefer; and they avoid or move away from the 
things they dislike, evaluate negatively, or do not prefer” (p. 1). 
Even when nonverbal immediacy is responsible for increased 
closeness in a relationship, participants in the conversation may 
not be aware of the cause. As several studies have pointed out, an 
individual oftentimes does not recognize the behavior as nonver-
bal immediacy, nor do they recognize the effect it has on their 
relationship (Richmond & McCroskey, 2000a; Madlock, 2006a). 
Individuals may even respond to these nonverbal behaviors 
without consciously thinking about it. When returning acts of 
nonverbal immediacy, an individual will do so collectively, as op-
posed to responding to each behavior individually (Richmond & 
McCroskey, 2000b). 
Nonverbal Immediacy in Education 
Extensive research has been done on the effects of nonverbal 
immediacy in an education setting (Teven, 2010). Research by 
Andersen, J., Andersen, P. and Jensen (1979) asserted that “good” 
teachers laugh, smile, gesture, stand and walk more often. They 
will also reduce the barriers between his or herself and the students 
by staying out from behind their desks (Andersen et al., 1979). 
As a result, students have demonstrated an increased willingness 
to learn, be motivated and satisfied (Myers & Ferry, 2001; Teven, 
2007). Teachers with high nonverbal immediacy are perceived as 
more likeable and warm, more accessible and approachable and 
more positive (Mehrabian, 1971; Chamberlin, 2000). 
In contrast, an instructor who lacks nonverbal immediacy is 
viewed as demonstrating a type of “misbehavior.” (Teven, 2010). 
Students may also perceive a nonimmediate instructor’s behavior 
as inappropriate or cold (Teven, 2010). This research implies 
those supervisors who do not demonstrate nonverbal immediacy 
in a non-education professional setting can also be perceived as 
inappropriate and their behavior as a barrier to communication 
(Teven, 2010). 
Nonverbal Immediacy in the Professional Workplace 
Effective communication is essential to the interpersonal rela-
tionship between supervisors and subordinates in the workplace. 
Nonverbal communication behaviors, such as facial expressions, 
eye contact and body language, are a fundamental aspect of this 
relationship (Burgoon, Buller, & Woodall, 1996). For example, 
subordinate perceptions of communication openness are correlated 
to the nonverbal warmth demonstrated by a supervisor through 
eye contact, facial expression and body movement (Tjosvold, 
1984). 
Additionally, job and communication satisfaction of subordi-
nates is positively influenced by the supervisor’s use of immediacy 
(Madlock, 2008). Research by Koermer, Goldstein and Fortson 
(1993) has shown that employees feel more valued, respected and 
relationally attractive when their supervisors utilize immediacy. 
Nonverbal messages have also been shown to impact subordi-
nate perceptions of trust, deception, attraction, social influence, 
emotional expression, impression formation and communication 
openness (Chamberlin, 2000; Burgoon et al., 1996; Myers & Ferry, 
2001). 
Biological Sex 
There has been an extensive amount of research on biological sex 
and its impact on nonverbal behavior and leadership. However, 
there is limited research available with regard to nonverbal im-
mediacy behaviors and biological sex in subordinate-supervisor re-
lationships (Madlock, 2006a). Previous research to determine the 
effects of biological sex has resulted in little progress since some re-
search suggests biological sex differences while other research sug-
gests there are no biological sex differences (Aires, 2006; Madlock, 
2006a). Aries (2006) has proposed that the varied results of this 
research is due to the presence of several factors in the research, 
such as the nature of the task, social roles and stereotypes. 
Researchers who argue against the existence of biological sex 
differences, such as Andersen (2006) have stated that, “biological 
differences between sexes revealed no evidence to exclude either 
sex from being an excellent manager” (p. 127). Teven’s (2007) 
research supports the idea that both female and male managers 
can be perceived as competent, credible and trustworthy when 
they engage in highly immediate behavior and use positive power 
strategies. In his experiments, neither the female nor male man-
ager was perceived as being superior to the other, but both were 
perceived as superior to non-immediate colleagues by subordinates 
(Teven, 2007). His research would support the concept that there 
are no biological sex differences. 
Other researchers argue that analyzing biological sex differences 
among supervisors defeats the primary goal of seeking the best 
candidate for each individual managerial position. Powell and 
Graves (2006), two proponents of this idea argue, “The proper 
goal for leadership-training programs is neither to teach men how 
to behave more like women, nor to teach women to behave like 
men. Instead, the goal should be to enhance the likelihood that all 
people, women and men, will bring the right stuff to leader roles” 
(p. 93). 
Other research has supported the concept that biological sex 
differences are apparent in communication. Hall and Friedman’s 
(1999) research posited that women in managerial positions where 
characterized by their subordinates as having “greater warmth” and 
“expressiveness” than their male colleagues. These females were 
more likely than males to use nonverbal behavior when commu-
nicating, and tended to use behaviors linked with openness, confi-
dence and supportiveness more often (Hall and Friedman, 1999). 
Eagly and Johnson’s (1990) research indicated that women also 
tended to be higher in “interpersonal style” when communicating. 
The success of female managers in interpersonal communication 
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may be partially due to research that suggests that women are 
more adept at accurately recognizing the expressions and body 
language of others (Morand, 2001). Women have more success 
recognizing the six universal facial expressions, “happiness, fear, 
sadness, surprise, anger, and disgust,” than men (Morand, 2001, p. 
24). American women, in particular, are thought of as being more 
“emotive, intuitive, and feeling oriented” (Morand, 2001, p. 24). 
Further research has argued that not only are there differences in 
the way the sexes communicate, but they are significant and no-
ticeable (Baird and Bradley, 1979). Female managers have a strong 
tendency to share information, emphasize interpersonal relation-
ships, be open to ideas, be encouraging, monitor employees and be 
concerned with the morale of her subordinates (Baird and Bradley, 
1979; Teven, 2007). However, male supervisors were more likely 
than female supervisors to demonstrate dominance, challenge 
their colleagues and subordinates and lead conversations (Baird 
and Bradley, 1979; Teven, 2007). 
Communication Competence 
Larson, Backlund, Redmond and Barbour (1978) have defined 
communication competence as, “the ability of an individual to 
demonstrate knowledge of the appropriate communication behav-
ior in a given situation” (p. 16). Communication competence is a 
multi-faceted concept that requires individuals to be adept in areas 
of knowledge, language, motivation, skill, behavior and effective-
ness (Spitzberg, 1983; Madlock, 2006b, 2008). If an individual 
is considered competent in communication, he or she has the 
capability to combine the use of gestures, linguistics and speech to 
accomplish communication goals (Madlock, 2006b). However, an-
other aspect of communication competence argues that as an indi-
vidual attempts to accomplish these goals, they must also maintain 
a sense of appropriateness, through the use of “conversational and 
interpersonal norms” (Spitzberg, 1983; Madlock, 2008). 
The concept of communication competence is applicable to non-
verbal immediacy research, especially with regard to supervisor-
subordinate relationships, because immediacy is an essential piece 
of becoming competent in communication. Previous research 
concerning the relationship between teachers and their supervi-
sors showed that supervisors were considered more competent 
communicators when they decreased the quantity of nonimmedi-
ate behaviors (Chamberlin, 2000). Behaviors including a relaxed 
posture, using physical barriers, minimal eye contact and limited 
gestures and head nods were found to discourage the trust of the 
subordinates, in this case, teachers (Chamberlin, 2000). 
Satisfaction 
Current research has shown that there is a positive correlation 
between communication competence and satisfaction (Madlock, 
2006b). The concept of satisfaction is two-fold; both employee 
and communication satisfaction are often considered. Employee 
satisfaction or job satisfaction has been defined in a variety of ways 
(Winska, 2010). Taylor (1970) defined employee satisfaction as 
an individual receiving the “highest possible earnings with the 
least amount of fatigue” (p. 68). However, an alternate definition 
provided by Locke (1976) described job satisfaction as “a pleasur-
able or positive emotional state from the appraisal of one’s job or 
experiences” (p. 1297).
These two components are of interest to researchers because com-
munication and job satisfaction are linked to the turnover rates of 
an organization (Wińska, 2010). When employees are dissatisfied 
with their jobs, there is an increase in the number of days they are 
absent, as well as increased levels of stress and a decrease in com-
mitment to their employer (Wińska, 2010). Similarly, employees 
who consider themselves “satisfied” with the communication of 
their supervisors and their job will perform at a higher level than 
a discontented employee (Gruneberg, 1979). As a result, a higher 
level of performance has been shown to lead to more effective and 
productive employees and a positive corporate culture (Gruneberg, 
1979; Madlock, 2006a, 2006b). 
Miles, Patrick, and King (1996) demonstrated that the commu-
nication between supervisors and subordinates is an important 
variable in the analysis of job and communication satisfaction. 
Supervisors are considered to have a significant influence on the 
satisfaction of their subordinates (Pincus, 1986; Madlock, 2006b). 
When a subordinate is satisfied with communication with their su-
pervisor, it has a positive influence on their overall job satisfaction 
(Madlock, 2006b). Whether or not a subordinate will perceive 
their interactions with a supervisor as being satisfying is in part 
determined by nonverbal immediacy (Teven, 2010). 
The use of nonverbal behavior to demonstrate dominance and 
superiority is correlated with a decrease in communication satis-
faction (Teven, 2010). Likewise, the use of nonverbal behavior 
to demonstrate openness, sincerity and an eagerness to listen has 
been correlated with an increase in communication satisfaction 
(Teven, 2010). Similar to the evaluation of nonverbal immediacy 
as a whole, some research has supported biological sex differences 
in communication satisfaction with supervisors. Subordinates of 
female supervisors were more likely than subordinates of male 
supervisors to be satisfied with their jobs (Madlock, 2006a). Mad-
lock’s (2006a) research also demonstrated that the aforementioned 
female supervisors engaged in higher levels of nonverbal imme-
diacy and were perceived as more competent communicators than 
their male colleagues. 
Credibility 
Nonverbal immediacy also has an impact on the credibility of a 
supervisor, though there has been limited research on the topic 
(Teven, 2010). Credibility has been called the “foundation for suc-
cessful influence” (Teven, 2010, p. 72). Simply put, a subordinate 
is more likely to work harder for a supervisor that they like and 
perceive as credible (Teven, 2010). When a subordinate dislikes 
a supervisor or does not trust them, the relationship between the 
two has the potential to become evasive and unproductive (Teven, 
2010). Research by Teven (2010) suggests that supervisors who 
wish to remain effective should practice positive and immediate 
behavior in the workplace. 
Liking 
Another variable of nonverbal immediacy that has received 
limited attention in research is liking (Madlock, 2006b). Liking 
has been defined as the mixture of “respect and affection” (Rubin, 
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1970; Hinkle, 2001, p. 130). It is created and conveyed amongst 
supervisors and subordinates through nonverbal behavior (Teven, 
2010). The appearance of both nonverbal immediacy and liking 
in a professional environment were “strongly correlated” and 
essential for successful communication (Hinkle, 2001). When 
supervisors and subordinates like each other, there are fewer op-
portunities for interpersonal conflict to arise, and more opportuni-
ties for positive interpersonal influence (McCroskey, Richmond, & 
Stewart, 1986). 
Reciprocity 
The subordinates of supervisors who engage in nonverbal imme-
diacy behaviors reported feeling more “valued, respected and rela-
tionally attractive” than subordinates of supervisors who did not 
engage in nonverbal immediacy behaviors (Koermer et al., 1993). 
This is the result of the principle of immediate communication, 
which states that the more communicators employ immediate be-
haviors, the more others will “like, evaluate highly and prefer such 
communicators” (Madlock, 2006b, p. 10-11; Richmond & McCro-
skey, 2000b). Additionally, the less communicators use immediate 
behaviors, the more others will “dislike, evaluate negatively and 
reject such communicators” (Madlock, 2006b, p. 10-11). 
Subordinates will not only like immediate behavior more if they 
are exposed to it more often, they will begin to reciprocate the 
behavior. The norm of reciprocity and research by Manz and Sims 
(1981) suggests that subordinates have a tendency to reciprocate 
or imitate supervisor behavior. By applying the social learning 
theory, which states that individuals learn through observing the 
behavior of others, one can imply that it would be beneficial for 
supervisors to model nonverbal immediacy behaviors in the work-
place (Teven, 2010). 
III. Research Questions and Hypotheses 
The overarching goal of this research is to expand on the existing 
research on the effect on nonverbal immediacy on the superior-
subordinate relationship in a professional workplace environment. 
This topic has received a limited quantity of research outside of an 
educational setting. By conducting additional research, the current 
discussion on nonverbal immediacy will be expanded. 
In comparison to other facets of immediacy, there has been a larger 
amount of research done on the impact of biological sex on dis-
plays of nonverbal immediacy behaviors. However, an agreement 
has yet to be reached among researchers regarding the presence of 
biological sex differences in immediacy behaviors. The following 
research question will seek to contribute to the current debate:
RQ1: Do subordinates recognize a significant distinction between 
male and female supervisors’ use of nonverbal immediacy? 
Second, an additional hypothesis will address the suggestions of 
previous research that nonverbally immediate supervisors will be 
perceived as more competent communicators than nonimmediate 
supervisors, regardless of biological sex. The following hypotheses 
will seek to confirm the findings of previous research: 
H1: Supervisors who display nonverbal immediacy will be per-
ceived as more competent communicators by their subordinates. 
The following two research questions will examine the impact of 
two variables, credibility and liking, on the subordinate’s reported 
job satisfaction. Factors that influence job satisfaction are of great 
concern to organizations, which generally aim to retain employ-
ees and keep them satisfied. Previous research has examined 
the relationships between communication competence and job 
satisfaction, but relatively few studies have focused on the effect of 
credibility and liking on job satisfaction. The research generated 
by these two questions is beneficial because it will provide insight 
into factors that influence employee satisfaction, a factor known to 
influence retention rates. 
RQ2: Is there a relationship between the subordinate’s perception 
of his or her supervisor’s credibility and the subordinate’s reported 
job satisfaction?
RQ3: Is there a relationship between the subordinate’s perception 
of his or her supervisor’s liking and the subordinate’s reported job 
satisfaction? 
While some research has shown that subordinates are likely to 
reciprocate nonverbal immediacy behavior when it is demon-
strated by supervisors, the biological sexes of the supervisor and 
subordinate have not been taken into account. This gap in the 
research can be resolved by examining whether there is more or 
less reciprocation when the supervisor-subordinate relationship is 
a male-female, female-male, male-male or female-female relation-
ship. The following research question will address this problem: 
RQ4: Is there a significant difference in a subordinate’s reciproca-
tion of nonverbal immediacy based on the biological sexes of the 
superior-subordinate relationship?
Finally, Teven (2010) suggested that the reciprocation of nonver-
bal immediacy could result in an employee preference for that type 
of communication. An increase in job satisfaction may follow if 
a supervisor continues to communicate with the subordinate in a 
nonverbally immediate manner. The following research question 
seeks to determine if there is a relationship between the reciproca-
tion of displays of nonverbal immediacy and the subordinate’s job 
satisfaction: 
RQ5: Is there a relationship between subordinates’ reciprocation 




Participants included 154 employees (46 male and 108 female) 
from varying organizations. Of these participants, 81 reported 
having a male supervisor, while 68 reported having a female 
supervisor. The age of the participants ranged from 21 to 76 years 
(M=42.78, SD= 14.43). Participation was voluntary. No other 
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demographic data were collected. 
Procedures 
Participants were asked to complete a 143-item questionnaire 
online between the dates of May 9, 2014 and July 1, 2014. The full 
survey can be found in the appendix. The survey included demo-
graphic information that asked the participants age, biological sex 
and the biological sex of their supervisor. The biological sex of the 
participant and their supervisor was then used to code them into 
either a matched gender pair, where both the supervisor and sub-
ordinate is a member of the same biological sex, or an unmatched 
gender pair, where the supervisor and the subordinate are members 
of different biological sexes. 
This survey tested the relationships among the six variables that 
were identified. These variables include nonverbal immediacy, 
reciprocity, job satisfaction, communication competence, liking 
and credibility. Existing scales were used to test each variable. 
Instruments 
Nonverbal immediacy was measured by the 36-item Nonverbal 
Immediacy Scale-Observer Report (Richmond, McCroskey & 
Johnson, 2003). A 5-point Likert-type scale (1 = never to 5 = 
very often) was used in the study. Cronbach’s alpha for the current 
study was .90 (M = 3.38, SD = .53). Since the scale was reliable, 
responses to all items were combined to form one score for the 
nonverbal immediacy variable. 
Reciprocity was measured by a 13-item variation of the Nonverbal 
Immediacy Scale-Observer Report (Richmond, et al., 2003). A 
5-point Likert-type scale (1 = never to 5 = very often) was used in 
the study. The scale did not achieve good reliability and therefore 
was not included in further analysis. 
Job satisfaction was measured by using the 8-item supervision and 
communication facets of the Job Satisfaction Survey (Spector, 
1985). A 5-point Likert-type scale (1 = strongly disagree to 5 = 
strongly agree) was used in the study. Cronbach’s alpha for the 
current study was .75 (M = 3.46, SD = .74). Because the scale was 
reliable, responses to all items were combined to form one score 
for the job satisfaction variable. 
Communication competence was measured by the 35-item Com-
munication Competence Scale (Wiemann (1977). A 5-point 
Likert-type scale (1 = strongly disagree to 5 = strongly agree) was 
used in the study. Cronbach’s alpha for the current study was .98 
(M = 3.65, SD = .83). Because the scale was reliable, responses to 
all items were combined to form one score for the communication 
competence variable. 
Liking was measured by the 13-item Rubin’s Liking Scale (Rubin, 
1970). A 5-point Likert-type scale (1 = strongly disagree to 5 = 
strongly agree) was used in this study. Cronbach’s alpha for the 
current study was .96 (M = 3.48, SD = .93). Because the scale was 
reliable, responses to all items were combined to form one score 
for the liking variable. 
Credibility was measured by the 43-item scale for the measure-
ment of ethos (McCroskey, 1966). A 5-point Likert-type scale (1 
= strongly disagree to 5 = strongly agree) was used in the study. 
Cronbach’s alpha for the current study was .97 (M = 2.09, SD = 
.76). Because the scale was reliable, responses to all items were 
combined to form one score for the credibility variable.
V. Results 
RQ1 focused on the differences in nonverbal immediacy caused 
by the biological sex of the supervisor-subordinate relationship. In 
the current study, among participants who completed the entire 
survey, 56 participants reported being a member of the same 
biological sex as their supervisor (matched gender pair), while 
41 participants reported being a member of a different biological 
sex than their supervisor (unmatched gender pair). A t-test was 
used to determine that there was no significant difference in the 
perceptions of nonverbal immediacy among the matched gender 
pairs and unmatched gender pairs. 
H1 posited that supervisors who displayed nonverbal immediacy 
would be perceived as more competent communicators by their 
subordinates. A t-test was used to test this hypothesis. The p value 
was 0.00 and the Pearson correlation was .616. The present study 
showed that nonverbal immediacy and communication compe-
tence had a significant positive relationship. The data supports 
the suggestion that as nonverbal immediacy increases, perceived 
communication competence also increase. 
RQ2 focused on the relationship between a subordinate’s percep-
tion of his or her supervisor’s credibility and the subordinate’s job 
satisfaction. In the current study, the Pearson correlation was -.703 
and the p value was 0.00. An inverse relationship was found be-
tween a subordinate’s job satisfaction and his or her perception of 
their supervisor’s credibility, therefore as the perceived credibility 
of the supervisor increases, the job satisfaction of the subordinate 
decreases. 
A t-test was used to test RQ3, which concerned the relationship 
between the subordinate’s perception of his or her supervisor’s 
liking and the subordinate’s reported job satisfaction. The results 
showed a positive correlation between the variables of liking and 
job satisfaction. The p value of the data was 0.00 and the Pearson 
correlation was .811. 
RQ4 concerned the difference in reciprocation of nonverbal im-
mediacy based on the biological sexes of the superior-subordinate 
relationship. The scale used to test reciprocation of nonverbal 
immediacy was not found to be reliable, and therefore could not 
be tested. 
RQ5 focused on the relationship between subordinates’ reciproca-
tion of nonverbal immediacy and the reported job satisfaction of 
the subordinates. The scale used to test reciprocation of nonverbal 




The purpose of the current study was to better understand the rela-
tionships between nonverbal immediacy and biological sex, cred-
ibility, liking, job satisfaction and communication competence. 
These relationships have implications for professional organiza-
tions that seek to understand how they can encourage supervisors 
to interact with subordinates more effectively. While current 
research is relatively limited, this study provides four significant 
findings that can be used to better understand the supervisor-
subordinate relationship in the workplace. 
The first significant finding in this study was that subordinates 
recognize no significant difference in the nonverbal immediacy of 
their supervisors based on the biological sexes of the supervisor-
subordinate relationship. Therefore, male and female supervisors 
have equal chances of communicating effectively with their sub-
ordinates. This finding supports current research by Teven (2007) 
that male and female supervisors are both capable of being quality 
leaders and the biological sexes of employees have no connec-
tion to who will be successful and who will be unsuccessful. This 
outcome bears important implications for organizations that may 
still consider biological sex an important factor in the instance of 
selecting an individual for a supervisory position. Organizations 
should not select or disqualify and individual from being a supervi-
sor based on their biological sex. 
The second major finding is that there is a significant positive 
correlation between nonverbal immediacy and communication 
competence. The findings of this study suggest that subordinates 
will perceive supervisors as more competent communicators when 
supervisors increase the quantity of nonverbally immediate behav-
iors in their communications. This result was anticipated to occur 
because communication competence includes the combining of 
gestures, linguistics and speech to accomplish a goal (Madlock, 
2006b). The current research supports the findings of Chamberlin 
(2000), which showed that supervisors in an academic environ-
ment were considered more competent communicators when they 
decreased nonimmediate behaviors. This is also significant because 
it shows that at least parts of the research done on nonverbal 
immediacy in an academic setting may also be applicable to a 
professional business setting. These specific findings suggest that 
organizations should encourage supervisors to engage in more 
nonverbally immediate behaviors in order to be perceived as more 
competent by their subordinates. This can increase the effective-
ness of communications and persuasive efforts of supervisors. 
The third finding of the current research suggests there is an 
inverse relationship between credibility and job satisfaction, where 
credibility increases as job satisfaction decreases. There has been 
limited research on the relationship of credibility and job satisfac-
tion, especially in the context of nonverbal immediacy. Despite 
limited research, the findings of this study were unexpected. 
Current research supports the notion that employees will perform 
at a higher level for supervisors they like and perceive as credible 
(Teven, 2010). Research also supports the idea that employees will 
perform at a high level when they are satisfied with their job and 
a lower level when they are dissatisfied with their job (Gruneburg, 
1971). Since employees perform at a high level for supervisors that 
are credible and well-liked, and employees typically only perform 
at a high level when they are satisfied with their jobs, one could 
expect that a credible and well-liked supervisor would lead to job 
satisfaction. 
One possible explanation for the inverse relationship between 
credibility and job satisfaction could be the involvement of non-
verbal behavior or certain acts of nonverbal immediacy. Current 
research suggests that nonverbal behaviors that demonstrate domi-
nance and superiority are correlated with a decrease in satisfaction 
(Teven, 2010). Therefore, it is possible that a supervisor who aims 
to demonstrate credibility through nonverbal behavior is unknow-
ingly perceived as demonstrating dominance or superiority by their 
subordinates, resulting in decreased job satisfaction. Future re-
search will be required to examine the inverse relationship further. 
The fourth finding in the current study is a positive correlation 
between liking and job satisfaction, whereas liking increases, job 
satisfaction also increases. The current study supports research 
that shows nonverbal immediacy and liking are strongly corre-
lated with successful communication, and successful communica-
tion positively influences overall job satisfaction (Hinkle, 2001; 
Madlock, 2006b). The findings of this study suggest organizations 
should not overlook the relationships between supervisors and 
subordinates, but take steps to ensure the relationships are positive 
and liking is present. This will increase the opportunities to reap 
the benefits of liking and job satisfaction, which include decreased 
opportunities for interpersonal conflict, reduced quantity of absent 
days an employee takes, reduced stress and increased commitment 
to an organization (McCroskey, et al., 1986; Winska, 2010). 
VII. Recommendations for Application 
Based on the findings of this research, several recommenda-
tions can be made to improve interpersonal relationships in the 
workplace. These recommendations are applicable to upper-level 
management who coordinate training programs for managers and 
are involved in hiring and promotion decisions as well as indi-
vidual managers of all levels. 
First, biological sex is not an important factor in determining the 
potential success of a manager. This study, as well as those before 
it, have demonstrated that women and men have an equal likeli-
hood of becoming a successful supervisor (Teven 2007; Powell & 
Graves, 2006). Management should stress to their managers that 
biological sex is not a factor used in selecting an individual for a 
supervisor position. All employees that are in consideration for a 
supervisory role should be told this during interview stages. In ad-
dition to this, it would also be beneficial to assure them that their 
sex has no bearing on their potential for success. Each female and 
male supervisor has the potential to be great at managing their 
employees. Supervisors should be reminded of this potential to 
keep them from feeling discouraged based on their sex. 
The implications of this information are applicable to a very broad 
audience: anyone who may become a manager in their lifetime. 
Therefore, it is recommended that students, especially those in 
business and management courses, also receive this information. 
This may be through professors or mentors in management trainee 
programs.   
63
Second, based on the finding that nonverbal immediacy and 
communication competence have a positive relationship, orga-
nizations should introduce a way to teach managers to actively 
include nonverbally immediate behaviors in their interactions 
with subordinates. Every organization strives to have supervisors 
who are competent communicators. Multiple studies, including 
this one, have shown that an increase in nonverbal immediacy is 
positively correlated to an increased perception of communication 
competence. 
It is recommended that management have a small workshop or 
webinar to demonstrate the concept of nonverbal immediacy to 
supervisors in their organization. Supervisors must be able to see 
the behaviors that are deemed nonverbally immediate and may be 
asked to demonstrate those behaviors in interactions in pairs so 
that they can get a feel for them. This may also help the behavior 
stick when they engage in real-life interactions with subordinates. 
Management may also opt to occasionally remind supervisors of 
these benefits through periodic emails or follow-up sessions with 
those supervisors. This will have a positive impact on the interper-
sonal relationships between supervisors and subordinates. 
Third, it is recommended that managers are reminded to not 
demonstrate dominance to their subordinates as it may result 
in a decreased amount of job satisfaction. Since job satisfaction 
decreases as credibility increases, supervisors must make sure they 
walk the fine line of being perceived as honest, open and credible 
instead of dominant and superior. Subordinates should feel that 
their opinions are of value and they can approach their manager 
with questions and suggestions, which would not be possible with 
an especially dominant manager. This can also be incorporated 
into a workshop about nonverbal immediacy to ensure that non-
verbal behavior is appropriate and will not have adverse effects on 
the interpersonal relationships among superiors and subordinates. 
Again, business and management students would also benefit 
from this information. Since these individuals are still learning 
and training in potential management roles, they should be given 
the best information on how to effectively communicate with 
their colleagues. By teaching them effective communication at 
the onset of their careers, managers will become more competent, 
well-liked supervisors who do not demonstrate bad habits. 
Finally, those managers who have displayed dominant or superior 
nonverbal behaviors and have experienced decreased job satisfac-
tion among their subordinates as a result, may be able to benefit 
from the fourth finding. Since job satisfaction increases as liking 
increases, these managers may seek methods of increasing liking 
to salvage their employees’ happiness. This information may also 
be used proactively to keep subordinates from initially becoming 
dissatisfied. If managers are able to be continuously perceived as 
well-liked by their subordinates, those subordinates will likely be 
more satisfied with their own jobs. 
VIII. Limitations and Future Research 
There are several limitations in the current study, the most sig-
nificant of which is the imbalance of male and female respondents 
to the survey. While each biological sex was represented more 
equally in the gender of the supervisor, there were a larger number 
of female respondents than male respondents. Many previous 
research studies on the topic of nonverbal immediacy have also 
experienced this limitation. In the future, a study with a more 
equal number of male and female participants will be necessary. 
Another limitation of this study was the relatively small sample 
size. A larger sample size could be achieved by having a higher 
number of participants complete the entirety of the survey. Re-
spondents were likely dissuaded by the length of the survey used 
in this study caused by the use of six scales to test the six different 
variables. Future research may wish to focus on a fewer number 
of variables in order to achieve a higher completion rate among 
participants. 
A third limitation to the current study is the lack of a proven, reli-
able scale to test the reciprocation of nonverbal immediacy among 
participants. Since the variable of reciprocity has not been widely 
researched in communication studies dealing with nonverbal 
immediacy, a separate scale has not yet been developed. Previ-
ous studies have used a variation of the Nonverbal Immediacy 
Scale-Observer Report, but the current data found that scale to be 
unreliable. Future research will need to develop a scale to measure 
reciprocity in order to discover the relationship it has, if any, with 
nonverbal immediacy. 
The current study also provides evidence that the relationship 
between nonverbal immediacy, credibility and job satisfaction 
warrants further research. In order to better understand the inverse 
relationship between credibility and job satisfaction, future studies 
are necessary to complete a more in-depth examination of these 
variables. These studies may examine the nonverbal methods that 
supervisors use to convey credibility to their subordinates and the 
role liking plays in the relationship. 
Overall, this study expanded on the current research by con-
firming the findings of previous studies, such as those related to 
biological sex and the relationship between nonverbal immediacy 
and communication competence. In addition to this, the findings 
of this study contributed new results by demonstrating an inverse 
relationship between credibility and job satisfaction. The present 
study and future experiments will help researchers and organi-
zational leaders better understand the subordinate-supervisor 
relationship in the professional workplace. 
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